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Job satisfaction is important to ensure all employees be more productive in helping the 
organization to achieve success. This study is done to understand the relationship of two 
factors of job satisfaction (rewards and organizational support) with job satisfaction. This 
research focused on private sector employees to understand the factors that affected job 
satisfaction. A manufacturing company in Penang is selected for the study and 170 
questionnaires are distributed to the employees in the company. All variables are measured 
using 13 items drawn from previous researches. This is a quantitative study and simple 
random sampling is chosen for this research because each employee in the organization 
has equal probability of being chosen. The findings of this study provide significant and 
positive relationship between rewards, working conditions and organizational support with 
job satisfaction of employees in the organization. There are several recommendations made 
for future research to have better results. The results from this are hoped can provide to 
other people besides the organization for a better understanding regarding this matter. By 
having knowledge regarding job satisfaction of individuals, greater success can be 
produced and ensure a better future.  
 
 













Kepuasan kerja amat penting dalam memastikan semua pekerja menjadi lebih produktif 
dalam menolong sebuah organisasi untuk mencapai kejayaan. Kajian ini dijalankan untuk 
memahami hubungan antara ganjaran dan sokongan organisasi dengan kepuasan kerja. 
Kajian ini memfokuskan pada pekerja-pekerja sektor swasta untuk memahami tentang 
faktor-faktor yang mempengaruhi kepuasan kerja. Sebuah syarikat pembuatan di Pulau 
Pinang telah dipilih untuk kajian ini dan 170 borang soal selidik telah diedarkan kepada 
pekerja-pekerja di syarikat itu. Kesemua pembolehubah telah diukur mengunakan 13 item 
yang telah diambil dari kajian terdahulu. Kajian ini adalah kajian kuantitatif dan 
persampelan rawak mudah telah dipilih kerana setiap pekerja dalam organisasi mempunyai 
kebarangkalian yang sama untuk dipilih. Dapatan kajian menunjukkan bahawa terdapat 
signifikan dan hubung kait yang positif antara ganjaran, keadaan bekerja dan sokongan 
organisasi dengan kepuasan kerja oleh pekerja di dalam organisasi yang terlibat. Terdapat 
beberapa cadangan telah dibuat kepada kajian akan datang untuk membantu mencapai hasil 
kajian yang lebih bagus. Hasil kajian ini diharap dapat memberi organisasi yang terlibat 
dan juga pihak lain pengetahuan yang lebih mendalam tentang kepuasan kerja. Melalui 
pengetahuan tentang kepuasan kerja seseorang pekerja ini, lebih banyak kejayaan dapat 
dihasilkan dan menjamin masa depan yang lebih baik.  
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In this chapter, it discusses issues related to job satisfaction in private sector 
employees. This chapter consists background of the study, problem statement, 
research questions, research objectives, significance of study and scope of study. 
At the end of this chapter also discussed the definition of key terms, organization 
of thesis and conclusion on chapter one.  
 
1.2 BACKGROUND OF STUDY 
 
The satisfaction of employee towards job is about the delight of employee himself 
regarding his job (Mehta, 2014). It is about the employee’s happiness in doing job. 
The issue of job satisfaction is very important in private organizations (Bektas, 
2017). This is because, the performance of an organization depends on their 
employees (Mehta, 2014). Normally, the satisfaction of employee is commonly 
related to motivation, performance, absenteeism and general satisfaction in life 
(Mehta, 2014).  
 
The satisfaction of the job also can be considered as an interactive evaluative 
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Section A: Demographic Information 
Please specify your answer by placing a (√) on the relevant answers provided.  
1. Gender 
[   ] Male [   ] Female 
 
2. Age 




[   ] Malay [   ] Chinese [   ] Indian [   ] Others 
 
4. Educational Level 
[   ] SPM   [   ] Diploma  [   ] Master    
[   ] STPM   [   ] Degree  [   ] PHD 
 
5. Work Experience 
[   ] Less than 5 years  [   ] 6-10 years  [   ] 11- 15 years  
[   ] more than 15 years 
 
6. Position in the organization 
[   ] Entry Level  [   ] Senior Executive   [   ] Senior Manager 








Section B: Factors of Job Satisfaction 
Please indicate the most appropriate opinion/response by placing (√) on the scale below. 
(1) Strongly Disagree (SD) 
(2) Disagree (D) 
(3) Neutral (N) 
(4) Agree (A) 
(5) Strongly Agree (SA) 
 
Rewards SD D N A SA 
R1. Additional pay to basic salary 
increased job satisfaction. 
     
R2. Those who do well stand a fair 
chance of being promoted (receiving 
higher pay increase) 
     
R3. Received appropriate recognition 
for my contribution. 
     
R4. The feedback receive agrees with 
what I actually achieved 
     
R5. Recognition is given fairly and 
consistently. 




















Organizational Support SD D N A SA 
OS1. Managers in this organization are 
generally considerate towards the 
private life of employees. 
     
OS2. In this organization, people are 
sympathetic towards care 
responsibilities of employees. 
     
OS3. In this organization it is 
considered important that, beyond their 
work, 
employees have sufficient time left for 
their private life 
     
OS4. This organization is supportive of 
employees who want to switch to less 
demanding jobs for private reasons. 
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Section C: Job Satisfaction 
Please indicate the most appropriate opinion/response by placing (√) on the scale below.  
(1) Strongly Disagree (SD) 
(2) Disagree (D) 
(3) Neutral (N) 
(4) Agree (A) 













Job Satisfaction SD D N A SA 
JS1. Overall, I am pleased with my 
work 
     
JS2. Overall, I am satisfied in my 
current practice 
     
JS3. My work in this practice has met 
my expectations 
     
JS4. My current work situation is not a 
major source of frustration in my life. 
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APPENDIX B: SPSS RESULTS 
 
1. Demographic Profiles of Respondents 
 
Demographic Profiles of Respondents 







 Total 152 100.0 
Age 20-29 years old 
30-39 years old 
40-49 years old 










































 Total 152 100.0 
Work Experience 2-5 years 
6-10 years 
11-15 years 









 Total 152 100.0 

























2. Reliability Analysis 
 
Reliability Analysis 
VARIABLES ITEMS CRONBACH’S 
ALPHA 
Rewards 6. Additional pay to basic salary increased job 
satisfaction. 
7. Those who do well stand a fair chance of being 
promoted (receiving higher pay increase) 
8. Received appropriate recognition for my 
contribution. 
9. The feedback receive agrees with what I actually 
achieved. 




5. Managers in this organization are generally 
considerate towards the private life of employees. 
6. In this organization, people are sympathetic towards 
care responsibilities of employees. 
7. In this organization it is considered important that, 
beyond their work, employees have sufficient time 
left for their private life. 
8. This organization is supportive of employees who 
want to switch to less demanding jobs for private 
reasons. 
0.996 
Job Satisfaction 5. Overall, I am pleased with my work 
6. Overall, I am satisfied in my current practice. 
7. My work in this practice has met my expectations 
8. My current work situation is not a major source of 

















3. Model Summary 
Model Summary 
Model R R Square Adjusted R Square 
Std. Error of the 
Estimate 
1 
.892a .795 .791 .27197 
a. Predictors: (Constant), Organizational Support, Rewards 
 













t Sig. B Std. Error Beta 
1 (Constant) .205 .165  1.241 .217 
Rewards .164 .059 .142 2.781 .006 
 
     
Org_Support .398 .062 .447 6.421 .000 






Model Sum of Squares df Mean Square F Sig. 
1 Regression 42.433 3 14.144 191.223 .000b 
Residual 10.947 148 .074   
Total 53.380 151    
a. Dependent Variable: Job_Satisfaction 









 Rewards Org_Support 
Job_Satisfacti
on 
Rewards Pearson Correlation 1 .538** .641** 
Sig. (2-tailed)  .000 .000 
N 152 152 152 
Org_Support Pearson Correlation .538** 1 .845** 
Sig. (2-tailed) .000  .000 
N 152 152 152 
Job_Satisfaction Pearson Correlation .641** .845** 1 
Sig. (2-tailed) .000 .000  
N 152 152 152 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
 
 
